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commitment (Megheirkouni, 2017). It is known 
that leadership in events requires the setting of 
strategies, empowering others, creating visions, 
communicating goals, and inspiring everyone to 
work together towards those goals. Although event 
leaders must execute many of these functions, they 
may not be observable to followers (Mumford et al., 
2017). In this context, Getz and Page (2016) argued 
that shared leadership, where no one dominates 
and all decisions are taken democratically, is an 
effective approach in events, but difficult to imple-
ment. They suggested that leadership behaviors can 
continue well into the life span of the event and its 
organization and success (see also Megheirkouni, 
Introduction
The challenges for event managers and leaders 
are exacerbated by their increasing reliance on paid 
and unpaid staff, if the events are to be economi-
cally and operationally viable (Chalip, 2000; Costa 
et al., 2006; Van der Wagen & White, 2018). In 
addition, many events would not exist without the 
support of volunteers, employees, and their lead-
ers organizing and managing the events (Mykle-
tun & Himanen, 2016). The major problem facing 
organizing committees and subcommittees before 
and during events is how event leaders influence 
followers while maintaining their satisfaction and 
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2018a, 2018b, 2019; Smith et al., 1997). One of 
these leadership behaviors is authentic leadership.
The concept of authentic leadership has emerged 
in both the research and practice literature as an 
area of interest that complements work on ethical 
and transformational leadership (Avolio, Gard-
ner et al., 2004; Gardner, Avolio, Luthans, et al. 
2005; Gardner, Avolio, Walumbwa, 2005; George, 
2003; Ilies et al., 2005). The theoretical research 
on authentic leadership has described those lead-
ers as having subordinates who feel more psycho-
logically empowered to take on greater ownership 
for their work (George, 2003; Ilies et al., 2005). 
Although there is an increasing number of studies 
on authentic leadership (Avolio et al., 2018; Leroy 
et al., 2015; Sendjaya et al., 2016; Sidani & Rowe, 
2018), it is still in the formative stages of develop-
ment, and there are a number of questions that need 
to be addressed about authentic leadership, such as 
its implementation in a non-Western context (Nort-
house, 2018)—for example, the Middle East (Kara-
cay et al., 2017).
A comprehensive review of the literature sug-
gests that the authentic leadership approach has 
not been explored or investigated yet in relevant 
fields such as event management, sport manage-
ment, or/and sport business (Megheirkouni, 2018c; 
Takos et al., 2018). More importantly, no study 
has examined how event leaders influence their 
people, while maintaining their satisfaction and 
commitment, despite some of the relevant stud-
ies including samples of different types of events 
in the Middle East (Megheirkouni, 2018a, 2018b). 
The need for investigating authentic leadership in 
the Middle East lies in its vital role in uncertain 
economic, demographic, political, social, and legal 
environments of the Arab Middle East countries, 
especially over the last decade (Akhras, 2016).
In all of this, a key question remains: How do 
authentic leaders exert their influence in an event-
related context? That is, how does authentic leader-
ship affect positive outcomes, such as satisfaction 
and commitment in the events industry? The pur-
pose of the current study is to advance research on 
authentic leadership in the field of event manage-
ment in the following ways. First, I argue that the 
impact of authentic leadership on subordinates’ sat-
isfaction and commitment is mediated by empower-
ment. Second, data were collected from the events 
industry in the Middle East, rather than in the West 
where most studies on authentic leadership have 
been conducted to date (Megheirkouni, 2018a).
Theory and Hypothesis Development
Introduction to Event Management
Event management is the applied field of study 
gaining global recognition at national and inter-
national levels by academicians, professional, 
politicians, and business people. The growing 
interest in the field of event management reflects 
a fundamental need within all countries for effec-
tive management and leadership of events in the 
nonprofit, for-profit, and state sectors (Getz & 
Page, 2016; Megheirkouni, 2018b). The EMBOK 
model of event management knowledge domains 
developed by Silvers et al. (2006) suggested that 
scholars and researchers can explore or investigates 
ideas and aspects of event management in five dif-
ferent areas: administration, design, marketing, 
operations, and risk. Each of these has become an 
independent domain of research. Although there 
are as many typologies or classifications of events 
as there are textbooks, all scholars agree that the 
major classifications of events include: 1) busi-
ness (e.g., meetings and conferences, exhibitions, 
and incentives), 2) sport (e.g., competitive sports 
events and noncompetitive sports events), and 3) 
culture (e.g., arts, entertainment, television and the 
internet, community—historical and anniversary 
celebrations, social action—cause-related events, 
protests, life cycle/milestones, and religious) (Van 
der Wagen, 2007). Others provide a more accurate 
classification of events includes: leisure events 
(leisure, sport, and recreation), cultural events (cer-
emonial, sacred, heritage, art, and folklore), orga-
nizational events (commercial, political, charitable, 
and sales), and personal events (weddings, birth-
days, and anniversaries) (Shone & Parry, 2004). 
Accordingly, this study focuses on leadership in 
three different events: sport, cultural, and personal 
events.
Authentic Leadership and Empowerment
Authentic leadership was identified earlier in 
transformational leadership research but never 
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fully articulated. Researchers, in attempts to more 
fully investigate authentic leadership, set out to 
identify the outcomes of authentic leadership and 
conceptualize it and those efforts continue today 
(Northouse, 2018). Authentic leadership is a com-
plex process. This might be the reason why there is 
no single accepted definition of authentic leader-
ship. In this regard, Chan (2005) pointed out that 
there are many definitions of authentic leadership, 
each written from a different viewpoint and with 
a different focus. Specifically, leadership research 
shows that there are three ways of defining authen-
tic leadership: (1) authentic leadership is defined 
from an intrapersonal perspective, which focuses 
on leader’s life experiences (Shamir & Eilam, 
2005); (2) authentic leadership is defined as an 
interpersonal process, which focuses on the rela-
tional behavior created by both leaders and their 
subordinates and is perceived as a reciprocal pro-
cess (Eagly, 2005); and (3) authentic leadership is 
defined from a developmental perspective, which 
suggests authentic leadership develops in leaders 
or/and subordinates over time (Avolio & Gardner, 
2005; Walumbwa et al., 2008). According to Nort-
house (2018), all these ways are understood within 
authentic leadership behaviors.
Authentic leadership includes four types of behav-
iors: self-awareness, internalized moral perspective, 
balanced processing, and relational transparency 
(Gardner, Avolio, Luthans, et al., 2005). Self-aware-
ness refers to the extent leaders understand their 
own strengths, weaknesses, and motives, as well as 
recognizing how leaders view their leadership. Self-
awareness includes reflecting on leaders’ values, 
identity, emotions, motives, and goals. Additionally, 
it includes being aware of and trusting one’s own 
feelings and beliefs. Internalized moral perspective 
refers to a self-regulatory process whereby individu-
als use their internal moral standards and values to 
guide their behavior rather than allow outside pres-
sures to control them. Balanced processing, a self-
regulatory behavior, refers to the ability to analyze 
information objectively and explore other people’s 
opinions before making a decision. Relational trans-
parency means to be open and honest in presenting 
one’s true self to others. This might include show-
ing both positive and negative aspects of oneself to 
others (Gardner, Avolio, & Walumbwa, 2005; Nort-
house, 2018; Walumbwa et al., 2008).
Empowerment is one of the mechanisms through 
which authentic leadership influences followers 
(George, 2003). It is conceptualized as a psycho-
logical state resulting from an enabling process 
that comprises four dimensions: self-determina-
tion, impact, meaning, and competence (Conger 
& Kanungo, 1988; Spreitzer, 1995; Thomas & 
Velthouse, 1990). Authentic leaders recognize the 
importance of understanding the impact of trust, 
hope, and positive emotions, and of understanding 
the attitudes and behaviors of subordinates (Avolio, 
Gardner, Walumbwa, et al., 2004). Subordinates 
are perceived as an essential element for authentic 
leadership. Gardner, Avolio, Luthan, et al. (2005) 
point out the relationship between an authentic 
leader and subordinates is characterized by: a) 
guidance toward worthy objectives; b) transpar-
ency, openness, and trust; and c) an emphasis on 
subordinate development. In view of the available 
research and above logic, a relationship between 
authentic leadership and empowerment may exist 
(Laschinger et al., 2007; Wong & Laschinger, 
2013; Zhu et al., 2004).
Empowerment and Job Satisfaction
Job satisfaction is defined as “a pleasurable 
or positive emotional state [which is] a function 
of the perceived relationship between what one 
wants from a job and what one perceives it is 
offering” (Locke, 1976, p. 1300). Though Conger 
and Kanungo (1988) and Thomas and Velthouse 
(1990) did not explicitly include job satisfaction 
in their models of empowerment, Thomas and 
Tymon (1994) argued that empowerment can be 
evident at higher levels of job satisfaction. They 
reported that assessments of empowerment gener-
ate intrinsic rewards and thus should be positively 
related to job satisfaction. Similarly, previous 
research has supported a positive relationship 
between empowerment and job satisfaction (Las-
chinger et al., 2007, 2011). However, empirical 
research on the relationship between empower-
ment and job satisfaction varies and most empiri-
cal research has revealed partial correlations of 
one or more of the components of empowerment 
with job satisfaction (e.g., Hackman & Oldham, 
1980; Spreitzer et al., 1997; Thomas & Tymon, 
1994; Wang & Lee, 2009).
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Empowerment and Organizational Commitment
Organizational commitment is defined as:
the relative strength of an individual’s identifica-
tion with and involvement in a particular organiza-
tion. Conceptually, it can be categorized by at least 
three factors: a) a strong belief in and acceptance 
of the organization’s goals and values, b) a will-
ingness to exert considerable effort on behalf of 
the organization, and c) a definite desire to main-
tain organizational membership. (Mowday et al., 
2013, p. 43)
The link between empowerment and organiza-
tional commitment appears to exist. It is argued that 
there are several reasons that empowerment affects 
organizational commitment. These reasons are: (a) 
a meaningful job provides a suitable fit between the 
requirements and purposes of one’s organizational 
work roles and one’s personal value system; (b) a 
sense of competence gives workers the belief that 
they are able to perform their work roles with skill 
and success, stimulating them to exert considerable 
effort on behalf of the organization; (c) self-deter-
mination gives workers control over their work and 
a voice in work-related decision processes, leading 
to enhanced involvement in the organization; and 
(d) having impact facilitates workers’ possibilities 
to participate in shaping the organizational system 
in which they are embedded (Kirkman & Rosen, 
1999). Empirical research revealed the greater the 
level of empowerment experienced by the employ-
ees, the greater their organizational commitment 
will be (Bhatnagar, 2005; Menon, 2001).
The Mediating Role of Empowerment
Thus far the research reviewed has been on the 
links between authentic leadership and job sat-
isfaction, and between authentic leadership and 
commitment. The key proposition in this study 
is that empowerment mediates the relationship 
between authentic leadership and between job sat-
isfaction and commitment. A requirement for this 
proposition is that authentic leadership is related 
to job satisfaction and commitment. And an exten-
sive range of studies supports this proposition 
(e.g., Azanza et al., 2013; Giallonardo et al., 2010; 
Leroy et al., 2012; Peus et al., 2012; Walumbwa 
et al., 2008).
The model presented in the next section assumes 
that authentic leadership precedes empowerment 
and thus has a causal effect on empowerment. 
Many authors have viewed authentic leadership as 
being instrumental in orientation and goal-directed 
behavior and includes some sort of focus on achiev-
ing a particular aim or goal. Peterson et al. (2010), 
for instance, investigated the role of subordinate 
emotions in the relationship between authentic 
leadership and individual job performance. Their 
results revealed a positive relationship between 
the frequency of authentic leadership exhibited by 
leaders and subordinates’ job performance. Previ-
ous research has supported a positive relationship 
between authentic leadership and job satisfac-
tion (Giallonardo et al., 2010; Walumbwa et al., 
2008). Considerable empirical evidence shows that 
empowerment is positively related to outcomes, 
such as subordinates’ commitment, performance, 
satisfaction, and work engagement (Chen et al., 
2007; Seibert et al., 2004).
The final part of the argument for a mediation 
effect is that leaders with authentic leadership create 
outcomes such as job satisfaction and commitment 
because their authentic leadership empowers their 
subordinates. For example, members in an Olym-
pic Games organizing committee, who have most 
of the required technical, cognitive, and strategic 
skills for an organizing committee’ member, have 
the capability to manage in other subcommittees, 
but each member is assigned to a particular role 
during organizing sport mega-events such as the 
Olympic Games. An empowerment of the commit-
tee member is needed in order to gain a high level 
of satisfaction and commitment, which is related to 
the extent to which authentic leaders can facilitate 
that. In sum, the effect of empowerment on job sat-
isfaction as well as on commitment becomes mag-
nified when leaders display authentic behaviors 
to develop a collective sense of high-performance 
goals at the individual and collective level.
Research Hypotheses and 
Hypothesized Path Model
The current study, on the basis of prior studies, 
presents a path analytic model, depicted in Figure 
1, in which authentic leadership affects empower-
ment, and in which empowerment is subsequently 
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linked to job satisfaction and organizational com-
mitment. Accordingly, the hypotheses of this study 
are:
H1.  Authentic leadership is positively related to job 
satisfaction and organizational commitment.
H2.  Authentic leadership is positively related to 
empowerment.
H3.  Empowerment mediates the relationship bet-
ween authentic leadership and job satisfaction; 




The present study focuses on three event types: 
sports, cultural exhibitions, and festivals in the Arab 
Middle East. Specifically, these events were chosen 
after consultancies with several experts working in 
Syria, Lebanon, and the United Arab Emirates, as 
well as using previous experience in these countries 
and selected events. The study focused on cultural 
events in Syria in 2018. Data were collected from 
Syrian cultural exhibitions in association with Syr-
ian museums, the Damascus International Book 
Fair, the International Exhibition for the Reconstruc-
tion of Syria, as well as the Damascus International 
Fair. For personal events, data were collected from 
four companies operating in Lebanon specializing 
in weddings, birthdays, and anniversaries in 2018. 
For sport events, data were collected from the United 
Arab Emirates in 2018 with a specific focus on an 
annual horse racing event hosted in the Meydan rac-
ing complex, Emirates Airlines Dubai Rugby Sevens, 
and the Dubai Duty-Free Tennis Championships.
Questionnaires were distributed to 600 people 
and a total of 304 usable surveys (50.6% response 
rate) were completed and returned from sport, cul-
tural, and personal events. Of the 304 participants 
who completed and returned the questionnaire, 
81% were male and 19% were female. Sixty-nine 
percent of the participants working for sport, cul-
tural, and personal events were natives of the 
respective country. Sixty-two percent of partici-
pants were between 31 and 40 years of age. Of the 
respondents, 8% had high school degrees or less, 
62% had undergraduate degrees, 24% had post-
graduate degrees, and 6% had other degrees.
Data were collected from Syria, Lebanon, and the 
United Arab Emirates. An introductory letter from 
the author was emailed to chief executives, HR 
managers, and public relations managers managing 
the events. It included specific information about 
the purpose of the study, data collection, the events 
adopted in the study, and the potential participants 
for the study. Reminder notices were emailed 7 
days later. Questionnaires were emailed to partici-
pants via the internal electronic mail system of each 
organization/firm and included an introductory 
letter from the author. Participants completed the 
questionnaire on the job and reminder notices were 
emailed 2 weeks later. It was emphasized that the 
organization/firm would receive only aggregated 
results.
Instruments
Authentic leadership was measured using the 
16-item Authentic Leadership Questionnaire (ALQ). 
This questionnaire was validated by Walumbwa et 
al. (2008), who confirmed four theoretically related 
Figure 1. Hypothesized research model.
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substantive factors: balanced processing (3 items), 
internalized moral perspective (4 items), rela-
tional transparency (5 items), and self-awareness 
(4 items). Managers at the operational level from 
the three different events were asked to assess their 
leadership (self-assessment). The scale for their 
answers ranged from 1 (not at all) to 5 (frequently, 
if not always). Sample items are: “I can list my three 
greatest weaknesses,” “My actions reflect my core 
values,” “I seek others’ opinions before making up 
my own mind,” and “I openly share my feelings 
with others.”
Empowerment was measured using a 12-item 
scale developed by Spreitzer (1995). This scale 
includes four dimensions: competence (3 items), 
impact (3 items), meaningfulness (3 items), and 
self-determination (3 items). This questionnaire was 
given to employees to measure the level of empow-
erment granted to them by their managers. The scale 
for their answers ranged from 1 (strongly disagree) 
to 5 (strongly agree). A sample item is, “I have sig-
nificant autonomy in determining how I do my job.”
For Job satisfaction, satisfaction on the job 
was measured using a 5-item scale developed by 
Bacharach et al. (1991). It, acting as a general job 
satisfaction scale, “emphasizes the match between 
expectations and perceived reality for broad aspects 
of the job taken as a whole” (Bacharach et al., 1991, 
p. 45). This questionnaire was given to employees 
to measure their satisfaction. The response range is 
from 1 (very dissatisfied) to 4 (very satisfied).
For Job commitment, the Organizational Com-
mitment Questionnaire (OCQ) is a widely used 
instrument to measure employees’ commitment 
using 15 items developed by Mowday et al. (2013). 
Sample items are: “I would accept almost any type 
of job assignment in order to keep working for 
this organization,” “I am proud to tell others that 
I am part of this organization,” “This organization 
really inspires the very best in me in the way of 
job performance,” “I really care about the fate of 
this organization.” The response range is from 1 
(strongly disagree), 4 (neither disagree nor agree) 
to 7 (strongly agree).
In addition to the substantive measures described 
above, measures of control variables included age, 
gender, and nationality, which were obtained from 
both employees and their managers at the opera-
tional level. This author controlled for event type 
because organizational (e.g., events) culture and 
strategy can influence levels of empowerment (Bai-
ley, 2009; Spreitzer, 1996), and thereby influence 
job satisfaction and organizational commitment. 
Given that the data were based on perceptions of 
both managers and employees, the author wanted 
to mitigate same source contamination as much as 
possible. Therefore, data were collected randomly 
within each event type.
Data Analysis
All the items in the current study defined the 
latent variables well, given that their respective 
coefficients were above 0.40, ranging from 0.47 to 
0.90 (Pituch & Stevens, 2015). All constructs also 
demonstrated sufficient discriminant validity. The 
author used the population discrepancy function to 
derive the effect size in the current study (MacCal-
lum et al., 2006). For the measurement model, it 
was 0.42 (N = 304, df = 175, noncentrality param-
eter = 173.60).
Results
Table 1 presents the means, standard deviations, 
and zero-order correlations for all variables and 
shows that most variables in the study’s model were 
significantly and positively correlated. As shown in 
Table 1, authentic leadership was positively and 
significantly related to empowerment (r = 0.98, 
p < 0.001), job satisfaction (r = 0.28, p < 0.001), 
and commitment (r = 0.96, p < 0.001). Additional 
significant correlations were also obtained.
Hypothesis 1 predicts that authentic leadership 
would be positively related to job satisfaction and 
commitment. The results revealed that authentic 
leadership predicted job satisfaction (β = 0.223, 
p < 0.001), and commitment (β = 0.322, p < 0.001) 
after controlling for gender, age, and event type. 
Hypothesis 1 is therefore supported by the data.
Hypothesis 2 predicted that authentic leader-
ship would be positively related to empowerment. 
The results revealed that authentic leadership is 
positively related to empowerment (β = 0.429, p < 
0.001), once again controlling for gender, age, and 
event type. Hypothesis 2 is therefore supported.
Hypothesis 3 predicted that the relationship 
between authentic leadership and job satisfaction 
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and commitment would be mediated by empower-
ment. According to Baron and Kenny (1986), the 
following conditions must be met in order to con-
clude that mediation has taken place: a) the inde-
pendent variable must be related to the mediator 
as well as to the dependent variable; b) the media-
tor must significantly predict the dependent vari-
able; and c) when controlling for the effects of the 
mediator, the effect of the independent variable on 
the dependent variable must either reliably reduce 
(the reduction can be tested with the Sobel test, 
1982; see Baron & Kenny, 1986) or become non-
significant when the mediator is controlled. Thus, 
testing the indirect effect of authentic leadership 
on satisfaction and commitment requires a signifi-
cant relationship between authentic leadership and 
empowerment. As in Hypotheses 1 and 2, the author 
further controlled for gender, age, and events type. 
In step 1, authentic leadership needs to be related 
to job satisfaction and organizational commitment. 
These requirements were supported by the results 
for Hypothesis 1 above. Step 2 requires that authen-
tic leadership is related to empowerment. This 
requirement was also supported by the results of 
Hypothesis 2 above. In step 3, the author tested the 
relationship between the mediator and the depen-
dent variable. The results revealed that empower-
ment predicted job satisfaction while controlling 
for authentic leadership (β = 0.402, p < 0.001, 
∆R
2
 = 0.021, ∆F = 7.077, p < 0.05), and empow-
erment would predict commitment whilst control-
ling for authentic leadership was found (β = 0.194, 
p < 0.001, ∆R
2
 = 0.013, ∆F = 15.411, p < 0.001). 
The last step is to test for mediation and this occurs 
if the significant relationship between authentic 
leadership and commitment and job satisfaction, 
respectively, either reliably reduces or becomes 
nonsignificant when controlling for the mediator. 
As shown in Table 2, the results revealed that when 
controlling for empowerment, the condition for 
mediation was met between authentic leadership 
and commitment (β = 0.322, p < 0.001), which was 
Table 1
Means, Standard Deviations, and Zero-Order Correlations
M SD 1 2 3 4 5 6 7
1. Age 1.29 0.45 1
2. Gender 1.80 0.40 −0.79 1
3. Event type 1.71 0.76 0.01 −0.08 1
4. Authentic leadership 3.50 0.65 −0.04 0.03 0.01 1
5. Empowerment 3.52 0.68 −0.03 0.03 0.00 0.98*** 1
6. Job satisfaction 3.16 0.52 −0.10 0.01 −0.07 0.28*** 0.25*** 1
7. Commitment 3.54 0.73 −0.04 0.05 −0.00 0.96*** 0.96*** 0.23*** 1
***p < 0.001.
Table 2
Hierarchical Regression Analysis of Control Variables, Authentic Leadership, Empowerment 
on Satisfaction and Commitment
Commitment Job Satisfaction
Empowerment Step 1 Step 2 Step 1 Step 2
Age – −0.00 0.01 −0.02 −0.06
Gender – 0.05 0.02 −0.02 −0.05
Event type – 0.00 −0.00 −0.05 −0.06
Authentic leadership 0.429*** 0.322***
 
0.147* 0.223** 0.098*
Empowerment – – 0.194*** – 0.402***
R
2
– – 0.020 – 0.033
∆R
2
– – 0.013*** – 0.021
∆F – – 15.411 – 7.077
*p < 0.05, **p < 0.01, ***p < 0.001.
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lower, but remained significant (β = 0.147, p < 0.05; 
and Sobel test, t = 3.933, p < 0.001); and between 
authentic leadership and job satisfaction (β = 0.223, 
p < 0.001), which was lower, but remained signifi-
cant (β = 0.098, p < 0.05; and Sobel test, t = 2.664, 
p < 0.05). Thus, Hypothesis 3 was supported.
An additional requirement for mediation is the 
significance of the indirect effects. To test the medi-
ation effects, I first included a path linking authen-
tic leadership to empowerment and paths from 
empowerment to job satisfaction and organiza-
tional commitment, as well as direct and mediated 
paths linking authentic leadership to job satisfac-
tion and organizational commitment. The path 
model is presented in Figure 2. The fit of this fully 
mediating model is good, χ
2
(31) = 42.36, CFI = 
0.96, RMSEA = 0.092, SRMR = 0.05. The model 
was compared with other alternative models and 
the results of these models are presented in Table 
3. I tested whether model 1 differs from the alterna-
tive models. The results for ∆χ
2
 were significant in 
each instance. Models 2 through 5 were tested and 
the fit statistics of these models were good, except 
model 5 where some paths were nonsignificant in 
that model. Therefore, it can be concluded that all 
models are notable, except model 5, and Hypoth-
esis 3 was fully supported.
Discussion
This study was motivated by a desire to under-
stand the mediating role of empowerment on the 
relationship between authentic leadership and job sat-
isfaction, and on the relationship between authen-
tic leadership and organizational commitment. 
Although not proposed as a mediator in previous 
Table 3
Comparison of Structural Equation Models 





1.  Authentic leadership → empowerment → job satisfaction + organizational 
commitment and authentic leadership → job satisfaction and + organiza-
tional commitment 
42.34 31 0.41 0.092 0.96 0.05
2.  Authentic leadership → empowerment → job satisfaction + organizational 
commitment and authentic leadership → job satisfaction
42.34 31 0.41 0.092 0.96 0.05
3.  Authentic leadership → empowerment → job satisfaction + organizational 
commitment and authentic leadership → organizational commitment 
42.34 31 0.41 0.092 0.96 0.05
4.  Authentic leadership → empowerment → job satisfaction + organizational 
commitment 
42.26 32 0.087 0.95 0.05
5.  Empowerment → authentic leadership → job satisfaction + organizational 
commitment and empowerment → job satisfaction and + organizational 
commitment 
64.48 32 0.144 0.92 0.17
Figure 2. Hypothesized path model with standardized coefficients.
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authentic leadership models, the current study dem-
onstrated that authentic leadership was significantly 
related to job satisfaction and organizational com-
mitment. The current study investigates the mediat-
ing role of empowerment between authentic leaders 
and outcomes: satisfaction and commitment in the 
field of event management research. The mediating 
role of empowerment adds to the theory on authen-
tic leadership because the findings explain why 
leaders who adopt authentic behaviors increase 
subordinates’ positive perceptions of the work-
place empowerment, which in turn enhances their 
job satisfaction and organizational commitment in 
the events industry. The results of the current study 
provide empirical evidence for the proposition by 
establishing empowerment as a mediator between 
authentic leadership and subordinates’ outcomes: 
job satisfaction and commitment.
Empirical research by Megheirkouni (2018a) 
revealed that the type of leadership differs across 
sport, cultural, and personal events in the Middle 
East. Though the majority of research in this area is 
focused on Western contexts, authentic leadership 
is also spreading to Middle Eastern cultures due to 
scandals and corruption which have greatly influ-
enced the events industries worldwide (e.g., Brooks 
et al., 2013; Gorse & Chadwick, 2010; Kihl, 2017; 
Transparency International, 2016). Interestingly, 
the construct of authentic leadership is relatively 
new to the events industry in the Middle East. The 
findings of the current study are consistent with 
authentic leadership and other variables of orga-
nizational aspects that have been developed and 
tested primarily in non-event settings (Avolio & 
Gardner, 2005; Gardner, Avolio, Luthans, et al., 
2005; Walumbwa et al., 2008).
Findings of the present study support that 
authentic leadership behaviors as demonstrated by 
events managers and leaders do empower follow-
ers. This finding aligns with previous research that 
recognizes that the unique attributes of authentic 
leadership as a style of event leaders that encourage 
empowerment (Wong & Cummings, 2009), and, I 
would argue, in the broader event context as well. 
By demonstrating authentic leadership behaviors, 
including self-awareness, internalized moral per-
spective, balanced processing, and relational trans-
parency (Gardner, Avolio, Luthans, et al., 2005), 
managers and leaders of the events industry support 
empowerment in their people. Importantly, empow-
erment has been posited as another mechanism 
through which authentic leadership influences fol-
lowers (George, 2003; Ilies et al., 2005). However, 
I do not claim in the current study that low levels of 
empowerment in some circumstances will not also 
be seen with authentic leaders, particularly when a 
job description is well defined and restricted, such 
as the case of organizing committees and subcom-
mittees of the Olympic Games.
One possible explanation is that empowered 
people in the events industry will see themselves as 
more capable of influencing their job and organiza-
tion in a meaningful way. There is also considerable 
empirical evidence showing empowerment is posi-
tively related to positive outcomes such as commit-
ment (Avolio, Zhu, et al., 2004) and job satisfaction 
(Banks et al., 2016; Ugboro & Obeng, 2000; Wong 
& Laschinger, 2013). The current study contrib-
utes to the literature by demonstrating the external 
validity of these variables in a non-Western setting 
(the Arab Middle East) and in the events industry 
(sports, cultural, and personal events). In the cur-
rent study, the correlation between empowerment 
and both satisfaction and commitment is notably 
high (i.e., 0.722, p < 0.001; 0.402, p < 0.001) even 
when controlled for same source bias. These results 
are all the more interesting when one considers 
that the Middle East is often described as having 
a bureaucratic and autocratic culture influenced by 
patriarchal and loyal culture (e.g., Megheirkouni, 
2016; Weir, 2010) which may lead leaders to main-
tain the status quo rather than undertake authentic 
leadership behaviors. Combining the above results, 
it can be stated that arguably the most interesting 
findings are the mediating role of empowerment in 
the events industry in the Middle East.
Theoretical and Practical Implications
The theoretical model and empirical findings 
of the present study provide several interesting 
insights. The present study is one of the few stud-
ies that have investigated the impact of authentic 
leadership on outcomes such as job satisfaction 
and commitment mediated by empowerment in the 
field of event management. Specifically, the first 
theoretical contribution of this study lies in drawing 
on leadership and event management literature help 
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explain how leaders’ perceived authenticity can 
influence their subordinates’ behaviors. The find-
ings of the current study support previous sugges-
tions (Ilies et al., 2005; Wong & Laschinger, 2013) 
that the concept of empowerment is an essential 
motivational mechanism through which authentic 
leaders may affect subordinates’ work-related out-
comes (job satisfaction and organizational com-
mitment in this study). Although subordinate work 
engagement has been suggested as a key process 
variable because of its motivational and behav-
ioral consequences (Schaufeli & Bakker, 2004), 
it remains sparsely researched in the literature as 
a second mediator alongside empowerment. The 
findings of the current study, along with those of 
previous research on other leadership styles, such 
as transformational leadership (Walumbwa et al., 
2008), suggest that empowerment and subordi-
nates’ work engagement may be a critical interven-
ing variable linking leaders and their subordinates’ 
outcomes and this is the second theoretical contri-
bution of this study. More importantly, the pattern 
of results reported here proposes that the more event 
leaders are perceived as authentic, the more subor-
dinates feel empowered, satisfied, and committed 
to their work. Taken together, the findings of the 
present study point to the need for future research 
to explore the integration of empowerment, work 
engagement, other organizational aspects, and dif-
ferent leadership perspectives in the events sector 
to understand how they relate to subordinate out-
comes, particularly as the environment of events is 
rapidly becoming a dynamic competitive market 
and complex in most of its types (Megheirkouni, 
2018b).
Understanding how authentic leadership relates 
to job satisfaction and organizational commitment 
also has practical implications, particularly in the 
areas of leadership styles development and improv-
ing performance in the events industry. Leaders 
need more than traditional management behaviors; 
they need to use empowerment, as a means to influ-
ence subordinates. The findings of the present study 
support the idea that the events industry should 
select leaders across all organizational levels who 
support subordinates’ empowerment because it is 
precisely those individuals who have the potential 
to become authentic leaders. Further, job recruit-
ment agencies on behalf of the events industry need 
to make a practice of testing for authentic leader-
ship style. However, given that the culture of the 
Middle East is described by Western scholars as a 
“dangerous other” (Maalouf, 2000; Megheirkouni, 
2016; Weir, 2005), it forces leaders in the events 
industry to slow down any process changing the 
status quo. In other words, fundamentally changing 
the leadership styles in the Middle East is likely to 
be a long and arduous process if national culture is 
not taken into account.
Second, as mentioned earlier, it would be benefi-
cial for authentic leadership to be highlighted and 
supported as an important form of leadership for 
the events industry to enhance job satisfaction and 
encourage commitment. This could include provid-
ing training to future events leaders (e.g., events 
leadership development programs) through intro-
ducing authentic leadership to trainees and promot-
ing and developing authentic skills that are need in 
the field of event management. It is argued that a 
more authentic leadership-oriented development 
strategy becomes relevant and urgently needed for 
desirable outcomes such as confidence, hope, opti-
mism, and resilience (see, e.g., Avolio & Gardner, 
2005; Avolio, Gardner, Walumbwa, et al., 2004; 
George, 2003; Luthans & Avolio, 2003; Seligman, 
2002).
Limitations
Despite the insight gained from this study, it is 
not without some limitations that warrant acknowl-
edgment. Specifically, the low number of responses 
from the three contexts in the Middle East used to 
examine the hypothesized relationships is likely to 
limit the generalizability of the findings. Another 
limitation is the cross-sectional nature of the study. 
It is possible that at least certain aspects of authen-
tic leadership behaviors and empowerment, and 
their impact on job satisfaction and organizational 
commitment, emerge with some kind of time lag. 
Replication of the findings in studies using differ-
ent methods—for instance, field experiments—as 
well as longitudinal designs would be highly valu-
able. This study was also unable to actually observe 
events in all types: cultural, sport, and personal 
events interacting with subordinates. Observational 
data are recommended to supplement survey mea-
sures. It is argued that qualitative research is needed 
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to enhance our understanding of complex forms of 
leading in different contexts as the limitations of 
quantitative methods in dealing with organizational 
complexities become increasingly apparent (Bass 
& Stogdill, 1990).
Future research should also add to the variables 
of the current study other leadership constructs to 
assess whether authentic leadership plays a positive 
role in subordinates’ organizational commitment 
and job satisfaction outcomes. Another important 
next step for future research is to determine the 
extent to which the findings of the current study 
extend to other event types outside of the Middle 
East, although, of course, this author cannot be sure 
that the findings of the current study extend to the 
events industry in most of its types—cultural, sport, 
and personal events—in most parts of the world.
Conclusion
Overall, findings supported a positive relation-
ship between authentic leadership and increased job 
satisfaction (Giallonardo et al., 2010; Walumbwa et 
al., 2008; Wong & Laschinger, 2013) and organi-
zational commitment (Leroy et al., 2012). The new 
contribution to the authentic leadership literature 
in the current study confirmed that empowerment 
mediated the relationship between authentic lead-
ership and outcomes: job satisfaction and organi-
zational commitment in the events industry. These 
results suggest that event leaders who emphasize 
authentic leadership behaviors effectively increase 
subordinates’ positive perceptions of workplace 
empowerment in the events industry, which in turn 
enhances their job satisfaction and organizational 
commitment.
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